. All rights reserved.
Even if this grid is to oversimplify things, it captures one essential issue: There are paradigmatic differences in our understanding of what knowledge is. The researchers and practitioners in the "Knowledge = Object" column tend to rely on concepts from Information Theory in their understanding of Knowledge. The researchers and practitioners in the column "Knowledge = Process" tend to take their concepts from philosophy or psychology or sociology. Because of their different origins, the two tracks use different languages in their dialogues and thus tend to confuse each other when they meet.
Personally I dislike the notion "Knowledge Management". Knowledge is a human faculty, not something that can be "managed", except by the individual him/herself. A better guidance for our thinking is therefore phrases such as "to be Knowledge Focused" or to "see" the world from a "Knowledge Perspective". To me Knowledge Management is: The Art of Creating Value from Intangible Assets.
Following the matrix above I would label myself an "Organisation Theorist". My own managerial experience and research are in how managers of organisations which produce and sell only knowledge manage their intangible assets. I call them "Knowledge Organisations", and I have used epistemology for understanding what knowledge is.
The developments 1992 -2000
KM, as any new concept would, is going through phases of maturity.
In the years leading up to 2000, the "IT track" has been going through three rapid phases:
1. The first phase was inward-looking, focusing on productivity issues -"How can we use IT systems to Individual Level "AIspecialists" "Especialists"
"Psychologists"
databases, best practices databases, Lotus Notes installations etc.
2. The second phase was similar but now with a customer focus -"How can we leverage what we know about our customers to serve them better?" -Data warehousing was the theme of the day. The trouble with the early installations is that all they did was to create massive data and text archives of dubious value. All passive. No interaction!
3.
The third phase is where we are right now (1999) (2000) (2001) and interaction has reached the surface:
Interactive IT web pages, e-business, e-commerce, on-line transactions etc. This phase has created a lot of enthusiasm, witness the hyped valuations of the "dot.coms" during 2000.
4. I am now looking forward to a future phase: the realisation that the key to unlocking the value of Knowledge is People. See below.
The "People-Track", although old in its theory origins, is still in its infancy when it comes to KM applications. It is the most promising because the issues are about how to maximize the ability of an organization's people to creating new knowledge and how to build environments conducive to sharing of knowledge. After those small detours, you will probably realise that your company is already managing knowledge, albeit not quite so consciously and not structured in this way. This is a very important insight. Knowledge has been "managed" at least since the first humans learned to transfer the skill to make a fire. Many early initiatives to transfer skills and information can be labeled "Knowledge Management", libraries being one, schools and apprenticeships others. Librarians, teachers and master craftsmen can be called "knowledge managers". Later database managers have been added to the list. Today's new professions include Chief Hewlett-Packard. Famous for its overall culture of collaboration, which encourages knowledge sharing and risk taking on all levels. H-P even supports people who try out things that don't work.
Oticon Denmark. Has created a "spaghetti organisation", a chaotic tangle of interrelationships and interactions. Knowledge workers have no fixed job descriptions, but work entirely on project basis.
WM-data.
No work unit allowed to be larger than 50 employees. This creates sense of "family" and belonging, which in its turn increases trust and knowledge sharing.
Capture, store and spread Individuals' Tacit Knowledge
McKinsey and Bain & Co. These two management consulting firms have developed "knowledge databases" that contain experiences from every assignment including names of team members and client reactions. Each team must appoint a "historian" to document the work.
Chevron. Has created a "best practice" database. It captures experience of drilling conditions and innovative solutions to problems on site in a database for sharing globally with other sites.
British Petroleum. Is using KM as a means of drawing together talents from all over the organisation. BP emphasises transfer of tacit knowledge rather than accumulation and transmission of raw data and has installed a communication network comprising video-conferencing, multi-media and email,.
Skandia AFS, Sweden. Has created a formalised procedure to capture experiences while starting new financial services products has reduced the time from start to profitability from 2 years to 6 months. 
Measure Knowledge Creating Processes and Intangible Assets

Competence Initiatives
Create Careers based on Knowledge Management Buckman Labs, USA. Employees best at Knowledge sharing gain both financial rewards and management positions.
IBM, USA and most Japanese large companies. Dual careers. Employees are encouraged to switch between professional and managerial jobs, in order to gain more holistic knowledge about the company.
Pfizer, Switzerland. Has created competence models for recruiting treasury executives that call for knowledge building/sharing in addition to basic financial skills.
WM-data, Sweden. Actively seeks to recruit equal numbers of women and men. Claims that a wider diversity of both gender and cultures improves creativity.
Create Micro Environments for Tacit Knowledge Transfer
